O ne of the by-products of the industrial revolution which has received insufficient study and analysis is the matter of adjustment of the worker in his years of retirement. Several well-planned and well-received programs have been devised within industry or by colleges or universities in working with management and labor union programs to be used in industry, to approach aging workers with opportunities to discuss with one another and learn about the often repressed thoughts of retirement planning. Such programs are exemplified by the TVA Retirement program, the course prepared by Roosevelt University with labor unions in Chicago, and by the University of Chicago Institute of Industrial Relations in cooperation with labor and management again for the Chicago area primarily, but also used extensively elsewhere.
Such programs offer prospective retirees a chance to discuss their mutual retirement problems in an informal atmosphere, supplemented by expert thinking and opinion, timely research, and specially prepared materials. Group leaders trained expressly for participation in such programs provide direction for small discussion groups and help lead participants toward realistic planning.
The same social and economic changes in our society which led to the need for pension plans make it necessary to think anew concerning the place of the rapidly increasing proportion of older people in our total population. In 1900 the proportion of the population 65 years and over was approximately 2.4 percent and today it is about 9.4 percent. It is not foreseeable that this proportion will exceed 10 percent unless some catastrophic event wipes out our younger people which is not entirely impossible. In spite of this "leveling off" of the proportion of older people in society, as the population increases in sheer numbers so too will the absolute numbers of aging and aged increase.
A century ago there were five farm families to every urban family. Although most people did not live beyond age 65, those who did usually continued to live with their families in their accustomed settings, performing the tasks of which they continued to be capable and to which they were accustomed and acclimated. Today, with that ratio reversed to more than five urban families for every one farm family, the picture is very different. Urban, industrialized society exhorts children to migrate, and causes living units to be smalL There Pre-Retirement Planning continued is little useful work for older people to do in their accustomed urban settings after they have retired.
Too, life expectancy has increased, so that those who retire between age 65-70 can expect to live 10-15 years-or even longer-after they retire. Increased life expectancy opens an area of personal and social concern with new problems and potentials.
The tempo of our industrial enterprises has placed a premium on characteristics most common to youth: stamina, speed, and adaptability. Some employers feel that even administrative work, which has customarily placed a premium on experience, now requires initiative, imagination, and flexibility-characteristics more commonly associated with mature, middle age than with persons aged 60 years or older.
Retirement benefits are generally considered to be an essential economic factor in our modern industriallife. The adequacy of these benefits to provide a decent living after retirement from full-time employment is often as important a consideration in labor negotiations as are wage rates. Public agencies at one time were leaders in pension plans, but this general statement is no longer true. The current significance of retirement benefits is largely due to the changes in our social structure from an agricultural to the urban industrial society I have described.
Adjustment to Retirement
To leave full-time employment and enter a life unregulated by scheduled work requires an adjustment of major proportions. It is one of the most dramatic events in an adult's life since he left school to take full-time employment. There is a major difference between adjustment to entering the work force and the adjustments when leaving it. During school life, one is preparing for the type of work he expects to enter. This, obviously, arouses eager expectation and is marked by an expectant, forward-looking attitude, which makes for easy and rapid adjustment to new life situations. Too, the human organism is at a period in its development physically and psychologically when easy and rapid adaptations are taken in stride and seldom exhaust the individual. Yet the older, retiring workers acquire more slowly the attitudes necessary for thechanges of retirement which anticipate a new mode of life with its many uncertainties, and in contrast the now decreased or absent earning power. Release 12 from full-time employment rather than a "com. mencement" which leads to new and interesting possibilities for living signifies and becomes for many a stepping down out of life. This drastic change from full-time employment to retirement will require a reorientation toward aging and toward retirement itself, the very name of which unfortunately implies withdrawal from life.
There are two major points of view among employers about their participation in solving this problem. A number of employers feel that it would be paternalistic for them to try to help their employees make this post-retirement adjustment. Some of these employers say that they believe employees would interpret any such efforts merely as an effort to sugar-coat the bitter pill of involuntary retirement. Some take the position that their obligation does not extend beyond providing a pension plan; if preparation for retirement is needed at all, they believe it is the responsibility of the workers or the workers' unions. Others claim that the problems frequently foreseen in retirement do not actually exist, but may be created by discussion; that, if left alone, each employee will make his own satisfactory adjustment when the time comes.
Responsibility of Employers
On the other hand, a number of employers for varying reasons have accepted some responsibility for helping employees think positively about retirement. Some of these employers believe that final years of employment are less happy and productive because of uncertainty about the future and unawareness of the possible values of leisure. They feel they must relieve this uncertainty by at least giving employees a clear understanding of their retirement and social security benefits several years before retirement. This minimum effort has frequently developed into a discussion of other areas of concern. An increasing number of employers have offered employees a program of systematic explanation of what retirement status involves, including both its problems and its opportunities. These have heen called pre-retirement counseling programs or programs of preparation for retirement.
Public relations is another consideration which has sometimes led employers to launch such programs. An employee who fails to adjust to retirement and is unhappy in his new status may become a center of criticism of the company in the commu-nity and even among his friends who are still employed. In spite of millions of dollars invested to provide retirement benefits, the net result of unsatisfactory adjustments to retirement may be ill will and criticism.
A number of studies in which persons about to retire were interviewed indicates some of the problems which the aging are ready to discuss before retirement. Practically all employees indicated that they did not expect to retire until required to do so and indicated that one reason for this reluctance to retire was inadequate income for retirement. A large proportion state that they dislike the idea of retiring, believe it to be unhealthy, and have made no plans for life in retirement. They also feel that their skill and experience make them more capable than younger employees. They believe that their health and capacity for work are as good as ever and believe that they should be allowed to continue work until they wish to retire. A smaller proportion feel that they are still capable of superior work but have found it necessary to slow down. Supervisors, as queried by several surveys, indicate ratings of aging workers not inconsistent with the self-appraisal of work capacities as already shown. Approximately 20 percent of employees aged 60 or over are judged by their supervisors to be doing excellent work. A like proportion, mostly in the age group 65-70 years were considered to be doing less than satisfactory work. Therefore most (60 percent) of the workers 60 years and over are doing adequate work as judged by their supervisors. Thus, chronological age is not a reliable criterion for retirement.
In addition such studies indicate that employees approaching retirement sincerely want help in identifying the problems and opportunities for retirement and appreciate an opportunity to exchange views with fellow employees of their own age. Employees do not want to be told what to do when they retire. They welcome a chance to get the facts about retirement and an opportunity to share with each other views and opinions on their problems and opportunities. They recognize that retirement at some age is inevitable, and they accept the premise that it is their responsibility to make their own retirement as satisfactory as possible. Many employees state that they do not want to put off retirement until they are disabled or decrepit. Again, uncertainty of adequate and assured retirement in-American Association of Industrial Nurses Journal, May, 1968 come seemed to be the major factor in their personal decisions. Most wanted to work as long as they enjoyed their work and felt that they could do their fair share.
Pre-retirement Programs
In most pre-retirement programs, as employees reach age 60, they are invited to take part as members of small groups in a series of approximately five to eight group discussions either on company time (which of course does not allow marriage mates to attend) or in the evening at union meeting halls or other convenient meeting places. In the latter instances marriage partners are permitted and even encouraged to attend. Each session is given direction by a discussion leader who, in turn, structures his leadership from a master guide or outline. Groups are usually composed of from 10 to 20 people. When marriage mates do not attend, materials are made available to be taken home, thus allowing useful sharing of information and experiences with those at home.
The discussion group method rather than personal counseling interview is used since:
1. The study of the problem indicates that employees believe that one of the best values of such a program is that opportunities are offered to exchange points of view and information among participants.
2. Reticent employees, who may stand in greatest need of counseling, are least likely to request interviews, unless personal counseling is made compulsory.
3. Experienced staff suitable for personal counseling in the field of pre-retirement planning is not available, and the cost of employing expert counselors for this purpose is prohibitive. Inexperienced counselors are considered a poor investment and apt to do more harm than good.
Attendance is usually voluntary and the discussion method is the manner of progressing except for the presentation of relevant facts while no attempt is made to reach the "right" group answers.
Attendance is usually quite good in such discussion groups since approximately nine out of ten participants attend half or more of the meetings in the series.
The series of discussions usually cover the following topics:
1. Retirement and financial planning-the under-continued standing of the aging process and retirement itself, general financial factors such as life insurance, tax concessions for older people, and supplementary income; 2. Retirement benefits-social security, medicare, life insurance, OASDI and retirement budgets;
3. Health in the later years and retirement-the physical and psychological changes with aging, health habits of older people (e.g., exercise, diet, health maintenance), diseases commonly encountered in the older age groups, etc.;
4. Planning activities for the time of retirementvalue of having interests and activities after retirement to provide the type of satisfaction derived from work, associations, status, schedule, achievement, etc., the ways to go about getting paid employment, the importance of group activities and associations, and the opportunities and personal value of work for community welfare are discussed; 5. Living arrangements-housing for older people, living with children, special retirement communities, economic and climatic information about several geographic areas,independence;
6. Legal problems about property after retirement -legal and tax problems associated with financial planning, making wills, inheritance, property holdings.
Planning the Program
Usually personnel officers are used to lead such discussions and resource people are at hand to discuss specific problems; physicians, nurses, lawyers, are typical resource people. A manual must be developed, not to be used directly as a working manual but as an educational process. Each discussion leader must develop or modify a manual to meet his specific needs. Informality of such groups, the skill of the leader, and the voluntary nature of the attendance help to achieve full group participation.
Topics which are usually most popular are those in retirement benefits and legal problems and next the topic of health in the aging.
Probably the most significant result expected (and substantiated by studies in several instances) from pre-retirement planning is a change in attitude toward retirement on the part of the aging person. The period of retirement emerges as a reality to be 14 studied and thought about rather than something to be ignored until it happens. Rather than glossing over such problems as reduction of income, decline of physical stamina, possible loss of dear ones, these are discussed in the group in an air of honesty and reality. Of equal importance in the preview of opportunities for making new friends, finding new channels for service or re-establishing old ones, doing things for which there had been no time during their employed years. Aging is discussed as a process, not a disease, and retirement is recognized as one of the incidents of aging that has great possibilities for those who look ahead.
Many worthwhile specific results have occurred as a result of pre-retirement planning. These include: making and revising wills, having physical examinations, revising property titles, making postretirement budgets, reviewing insurance programs, joining new groups, accepting opportunities for service, speeding up of payment of mortgage or other long-term commitments. While it is forseen that a plan too rigid in nature might lead to frustration if circumstances do not permit its completion, flexibility, on the other hand, appears to be even more important than early planning because the condition of older people is susceptible to drastic change.
I have attempted to describe to you the reasons for pre-retirement planning, how it could be accomplished, and what benefits have accrued as a result of several programs which have been functional for some years.
